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Executive summary
In today's competitive and global corporate climate, social advancements and economic improvements were persistent drivers of organizations, which in turn transmitted demands to the labor market. It was anticipated that by the year 2018, the global voluntary quit rate would be close to 23 percent, and that there would be close to 192 million people who stopped smoking voluntarily altogether (Chapter, 2021). As a result, the talent gap was an issue for many organizations, but businesses also risked the risk of losing the skilled and experienced staff they already had. Because of this, businesses today see their employees as a precious resource that has to be protected if they want to maintain their position as market leaders. The major objective of this study is to discuss the current challenges that are being faced by the industry and which are having an effect on the rate at which employees are retained, as well as the solutions that firms have discovered to these challenges.
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Several businesses resort to aggressive recruiting techniques in the hope of acquiring the most qualified workers. The best workers should be kept on staff at all times, and managers should devise strategies to ensure this happens so they may capitalize on the financial and human resources they've invested in their employees. Should important members of employees quit the organization, the company's survival may be put in serious jeopardy. The ability of a company to keep its employees on board may be an essential strategic advantage. According to Hamza, (2022), the ability of a company to successfully compete in today's global market depends on its capacity to attract, engage, and retain the most talented and skilled individuals. Businesses all around the world have been struggling for decades as a result of a shortage of talented workers and high employee turnover rates. For this reason, firms need to design strategies for retaining the members of their personnel. In the course of our investigation, we chose to focus on the Marriott International Hotel network. Marriott International, Inc. is an American multinational corporation that manages and franchises hotels, apartments, and timeshares all over the world in accordance with a variety of license agreements. The company is headquartered in the United States. Bethesda, which is located in the state of Maryland, serves as the organization's headquarters. J. Willard Marriott and his wife, Alice, were the original founders of the corporation. When an employee leaves a firm, they take with them more than just their paycheck; they take with them the company's institutional memory, its processes, and its tacit knowledge (De Lyon and Dhingra, 2021). One of the most pressing challenges that human resource managers face in the modern day is one that has recently come to the forefront: difficulties in keeping essential staff. This research will review prior studies that have explored the challenges that are inherent to human resource management in the UK hotel industry as it exists now. Marriott International will serve as a case study for this investigation. The most urgent problems will be broken down into its component parts and examined in depth in order to locate solutions that really work.
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The experts in human resource management have identified a number of factors that contribute to and are affected by employee turnover. In the next sections of this research, we will concentrate on the factors that have a role in maintaining high levels of staff retention. Since its inception, the hospitality industry in the United Kingdom has been plagued by poor profit margins, which has led to average salaries that reflect this reality. Access to what was previously believed to be a limitless supply of resources has drastically diminished as a result of the repercussions of events such as Brexit, inflation, and Covid-19 (Green et al., 2021).
Because employees often betray their employers, the hospitality industry, including Marriott International, has people as its Achilles heel. There is a possibility that payroll expenses will consume eighty percent of the earnings. This indicates that the profit margins in the hospitality business are very low, generally dropping below the net percentage of 5 percent. As Kumodji, (2022) suggests that since the beginning of time, companies have had a tough time retaining employees due to the combination of low salaries and a multinational workforce. As a result, turnover is an issue. However, up until very recently, there was an extremely large pool of prospective employees from whom to choose. The simultaneous occurrence of the epidemic and the Brexit has created the perfect storm of a smaller pool of potential employees and increased employee turnover in the company. It's feasible that people may simply seek job elsewhere, perhaps one that pays a somewhat higher wage than their current one. According to Monster, the turnover rate in the hospitality business in the UK is just approximately 15 percent, despite the widespread belief that it has a far higher turnover rate than the national average. According to a webinar, around 26 percent of hotel employees willingly quit their professions in late 2021, while 62 percent of service organizations in London were understaffed (Lea, 2021). The consensus among the panelists was that the current market was unlike anything they had seen in the preceding twenty years, and they did not anticipate any significant shifts in the market in the not-too-distant future.
As a result of staff turnover, hotel providers may have to invest more time and money into training and employing new personnel, and as a consequence, customers may see fluctuations in the level of service they get (Chapter, 2021). As a result, firms run the danger of suffering monetary losses if high personnel turnover rates result in decreasing levels of productivity. According to the Bureau of Labor Statistics (BLS), the number of people in the United States who voluntarily quit their jobs in January 2022 was 4.25 million, which is an increase from the 3.3 million people who did so the year before. To put this into perspective, there were 4 million workers that resigned from their employment in April 2021, but the number grew to 4.4 million the following year in April 2022 (Lenoël et al., 2022). Even while the rate of increase may have slowed down in April, the number of people leaving their jobs is still higher compared to the same month last year. The same problem occurred at Marriott worldwide, and unfortunately for them, it was detrimental to their company.
In spite of these figures, 76% of business owners who participated in a recent survey conducted by Capital One stated their confidence that they would be able to fill all open positions over the next six months (Ridgway, 2019). The optimism is understandable, but it fails to take into account the difficulties that high turnover rates provide to businesses. It is expensive to hire and train new personnel, and this expense may sometimes be several times more than the annual income of the individual who was terminated (Hamza, 2022). Because the earnings of departing workers are insufficient to cover the expenditures of locating and training new staff, productivity suffers as a result. losing access to the former employee's expertise as well as the expense of training new employees for the company. There is also the potential for a considerable increase in the costs associated with the opportunity cost of having current workers train new hires.
According to Wiggan and Grover, (2022), the culture of the organization and the employees' morale suffer when there is a high turnover rate in the workforce. It has been shown that high employee turnover rates have a detrimental impact on morale and productivity. This is because it disrupts the existing team, results in the loss of work friendships, and creates an unfair amount of strain on those employees who are still employed there. This presented a challenge for Marriott International given that the hotel was closed for a number of days in the aftermath of Brexit and the pandemic, and a significant number of its part-time employees, as well as some of its full-time employees, had already gone at that point.
Key Issues/ Problems regarding employees
Obtaining qualified workers is difficult due to the abundance of available options. There are many of opportunities available at companies all across the world. From a human resources point of view, this implies that the company has a lot riding on its ability to hold on to its best and brightest employees by offering them competitive compensation and perks (Victor et al., 2021). The current situation presents a significant problem for the company in terms of retaining its prized and skilled staff. While management can mitigate the issue of workers leaving the company in short order, it will never be able to eliminate it entirely. The following are some of the obstacles that might be encountered while trying to retain employees:

· Salary Dissatisfaction: Workers' dissatisfaction with their pay is a common cause of turnover. When an employee asks for a pay that is much over the company's means, retention becomes a challenge (Smith, 2021). Every company has a set pay budget for each employee, which may be increased up to a certain point but not beyond.
· Job Opportunities are high: It's a dog-eat-dog world out there for companies trying to hire the finest people. Businesses will go to great lengths to poach skilled workers from their rivals. With so many enticing opportunities out there, it's tough to keep a hold on top talent for very long.
· Hiring the Wrong Candidate: Employee recruitment is crucial since it determines the company's long-term success. If you hire the proper person, things will go well in the future, but if you hire the wrong person, things won't go so well. To get a position, job applicants would tell whatever falsehood they can think of during the interview process (De Lyon and Dhingra, 2021). People sometimes don't recognize there's a problem until much later, at which point they start looking for a solution. When the best person for the job takes the incorrect one, it causes complications.
· No Job Rotation: If an employee stays in the same position for too long, boredom is inevitable. A profession that's enjoyable and stimulating at first may become routine and boring after a while. In such a case, management should implement job rotation to provide such workers exposure to other areas of the company (Küçük et al., 2021). Plus, without any kind of job rotation, such workers could start looking elsewhere for employment.
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One approach that may be used to prevent a company's most valuable resources from departing is to maintain its current employees. Workplaces that treat their workers honestly and take into consideration the employees' interests, requirements, and lifestyles are in great demand these days. When these factors are given priority, employees report higher levels of happiness and are more loyal to their companies (Green et al., 2021). Hotels are focused on a variety of potential solutions, including the provision of a subsistence income, the expansion of workers' access to education and career opportunities, as well as the investment in automated equipment or the installation of sensor-based systems. The lack of available workers as a result of Brexit and the pandemic should prompt owners of hotels to investigate both short-term and long-term remedies (Lea, 2021). There are many different types of employee engagement; for a retention program to be effective, it must target all of these different types in order to increase involvement and motivation. In addition to providing a pay that is comparable with other offers on the market, one of the most essential things that an employer can do to ensure that their most valuable workers remain with the company for the long term is to put into practice a number of other crucial strategies. It's possible that including these elements will make it easier to retain your finest staff on board for the long run.
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